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F2T INTERNATTONAL SYMPORTUM ON APPLTED MTLIETARY PSYCHOLO Y

INTRODUCTION

The 17th International Sympos.um on Applied Military Prsychology

was convened at Portuguese Air Force Base #1, near Sintra, during the week
of 18-22 May 1981. ‘'thirty-four people from 14 countries werc present {see
appendix); 22 formal papcrs were given over the 5 days. While the overall
theme of the symposium was "Psychological Prediction and Measiuremeat of In-
dividual and Unit Effectiveness," declegatcs were free to introduce any proj-
ects or issues which fell within the broad purview of military psyr~hology.
As the symposium procceded, a few subthemes became evident, and sc this sum-
mary rcport is organized arourd six of them.

ROUTINE SELECTION PROCEDURES

Many representatives offered descriptive accounts of their present.
methods for screcning entry-lcvel pilots, officer candidates. technaical
trainees, and so on. There wcre common features across coun:ries, reflectine
the universal adoption of the classical selection paradigm o industrial
psychology. Applicants appear at selection centers; always chere is a phys-
ical exam, some kind of aptitrde or achievement test battery, and a review
board. Pilot candidates may have to pass stringent vision and motor-
coordination cutoffs. Sometime:s the whole selection system is managed
through a computcrized data-base concept, with each new person having a
"disc record spacc" allocated to him, and filled with data as his nilitary
career proceeds. There may b¢ personality inventories, leadarless group
sessions or projective mecasures. Soveral interesting special tests are now
being used: A. Bohrcr (Relqium), for example, showed pictur2s of a group
of five or six officer candidctes doing some "construction" casks. One job
was to make a iarqge arch from some plywood "stones"; another was 1o build
a "model town"; and still anoiher was to put together a functiona! tube
structure, using pipes and clamps. While the candidates attampt to do “hese
things, an officer stands by with a clipboard, scoring them >n valious at-
tributes. The men are rank-ordered at the end. Steege (W. >ermary) no:ed
that, in his operation, tcchn.cal-aoparatus tests have higher val:dity *han
do paper-pencil measures. Portugal uses a round-table exam, wherecin a small
group of people discuss a gencral-knowledge topic. There is also an "obsta-
cle" test, and herc the cxaminees are watched for those behaviors believed
to be associated with an idea’ military approach (coolness under “rustration
directed attention to the probhlem, etc.). A planning project is also under-
taken, with satisfactory performance requiring good management of both in-
tellectual and risk-taking aspects.

Despite the uniformity of approach in such areas as pilot sclectinn,
many attendces believed that +he validitv of the standard selection system
is pot very satisfactory. Aiken (US) observed that one reason for this is
the remotenesss of the criterion: tabulations can be made of pass:s and
fail=s in a long coursc of training, and those scoring high cn the selection-
battery "surrogate" measures may indeed nave a lower attrition or "wastage"
rate than the low-scoring candidates, But failure can occur for many dif-
ferent reasons; and so a simple correlation does not illuminate the actual
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behavioral requisites very much. Perhaps for this reason, Iurael, the (S,
and other countrics are tending to address the real problem not as a screen-
g or selection probiem, buat o o pertormance problem,  Cthis approach says:
took very closely at your task demands, and at the "little bchaviors™ that
have to be emitted. Tf ordinary people cannot deliver the desired behaviors,
then you should focus on aiding and training, or perhaps on changing the
tasks themselves, so that they can be performed readily. When the detailed
task analysis and task re-enginecring is done, selection is no lor jer crit-
ical because now anybody can do it. Another way to put this point: whenever
task engineering gains an inch, selection psychology loses a mile.

Several attendces felt that a scholarly review should be don2e of ¢11
the test instruments, reliability and validity coefficients, and parsonnel
evaluation models now operating in military psychology. In all likelihcod,
such a review would lead to mcre standardization of selectioi models amng
the developed countries. Right now, the aptitude batteries are all slivhtly
different from each other, and the cutoff scores are not always rigorously

set,

High mathematics achievement is desired, or even necessary, for ciite
military positions such as aircraft pilot, navigator, and engineeling officer.
But in these days of volunteer military, there is often not enough mathemati-
cal talent in the applicant cchort. It is interesting that fSour Jdifferent
countries have managed this "mathematics problem" in differeat ways. Portugel's
political revolution in 1974 produced a serious disruption of the ordinary
high=-school science and math instruction during the late 197)s, and so very
few of the recent Naval Academy applicants could pasc the math screening
test. Portugal's answer is to substitute general intelligence sccres (Cattell's
"G") for mathematics; and indced their research shows that if a G score higher
than 30 is attained, then a student can master sufficient mathemaiics while
in the Academy. According to Stracca (Ttaly), the Italian Navy p)ovides
remedial mathematics training, if necessary for some weeks, to it: officer
candidates who have math deficiencies but who are otherwise suitallle. lost
of them, it appcars, can be brought up to standard. Denmark immediately
rejects those men who want to be pilots and have insufficient math achieve~
ment; but the selection center also counsels each rejected applicant individ-
ually, tells him exactly what math courses should be completed in order to
qualify, and urges him to reapply, say some months later, when the addi:iona’
math preparation has taken place. Britain's approach is different from all
the others: it gets high-quality math talent by paying students "o att:nd
a university; after graduation, the cadet only has to take a short OCS coursc
before commissioning. By this means, the military can obtain its share of
the much-sought~after corps or technical graduates.

Skelly (UK) showed how self-appraisal might contribute some unique
validity to the selection process. His approach assumes that, wh.n furiishec
with a realistic view of learning and task demands in a given situation,
people are often quite ablc to estimate their own suitability for that s3itu-
ation; perhaps the most realistic exposure can be gained by means of a »hys-
ical immersion in the recal situation. For example, the UK gives potential
officers a 2-day residential course at a commando training camp. This ax-
posure reduces training wastage by 10% or so; and there are indications
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* that although many people "select themselves out," there is no redictior

in cffective personnel intake. The experionce also scems to have increossed

"4 the average solection=board assesoment mark.  According to Shelly, the ts

Marines recently obtained a similar result simply by showing a realistic

fitm to potential cenlistees, This film “tells it like it is”: it honestly

. depicts some of the disaqrecable and stressful aspects of baisic training,
and omits the glamour shots of square-jawed marines gazing iato a Pearl

Harbor sunset.

) Several participants furnished validity information regarding the.r
selection procedures. Stracca, for instance, reported that is reting pro-
cedure for Naval Academy applicants not only predicts success—failure in

' the 3-year course, but also is highly correlated with evaluations some (.0
years later, when the former cadets are at the lieutenant or lieutenant-
commander level in their carecrs. His correlations are unusaially high ‘or

such long~term forecasting.

.

Walker (Canada) not only described his country's entry selec tion pro-
cedure, but also provided copies of training~evaluation forms thar are used
as a pilot or navigator traince moves through a military flight c:reer.
Many scores, from the usual bio-data to "officer development” rat.ngs,
flight training scgments, and attitude questionnaire results, are colle:ted
on cach person; but all these data are kept in a centralized system, and
individual score parameters are not available to the training staif. Since
- all the data arec assembled in one place, some of the applications of the
- system come from reviewing the summary tables that are printed oui. 1In one

case, it was possible to reduce flying hours, with substantial co:rt savings.

E On another occasion, the central tabulation suggested the relocation of one

training unit as a means of reducing failure rates; and the data system

was later able to confirm that the expected reduction actuvally did occur.

Many attendees anticipated in their own countries a similar centralization

7 of personnel data. One possibility that apparently has not been 'ully 2x-

- g ploited is to interrogate a parsonnel data base in a "search" mod:. Hy-
potheses about personnel availability and capability can often be checked
quickly, if the data base its2lf is set up to permit the right kinds of in-
quiry. Many of those present thought that we already know many of the ques-
tions that are being asked now and that will continue to be asked. The ac~
cessibility of a data base to facilitate exploration of these questions
might become an important personnel management tool within the nexzt few
years. It is already possible, as at the US Navy Personnel Research and

> Development Centor and elsewhare, to simulate the effects of certain person-

nel policy actions.

iondd A

Carlstedt (Swoden) gave an account of two innovations in th: Swedish
Air Force personnel pipeline. Instcad of giving "all tests to all candi-
dates," the cheaper tests arc now given first, and a successcive-birrier
or multiple-cutoff selection logic is employed. This methoc reduces the
number of (fully-tested) candidates who have to go through the whole selec-

* tion procedure.

Sweden's second innovaiion was initiated in 1973; it was inspired by
the failure rate, which was becoming unacceptably high. 1In 1968 there were
495 applicants; 79 of these w:re accepted, but only 19 pilots finally




C--3=-81

emerqed—not cnough to meet requirements. Tt was believed that instructors
tended to view the student pilots as “objecls"—who would have to nerform

so many oexercises and fly so miny hours. Principles derived from orqganiza-
tion development. were employed to change the attitudes of the instructors,
Group sessions served to inform the instructors of the many :itresses and
fears perceived by the students, and what the high "culling out” rate did

to the trainee's self-image, and to his case of learning. Presumably as

a result of these sessions, instructors began to put the student "at the
center" of the learning process, and to appreciate student feelings so that
favorable learning conditions would be obtained. The presen: high pass rate
of 80% was taken as an indication of the value of the instructor-ctudent
group sessions. This seems to be one of the few applications of group dynamics
ideas in elite military training.

Jellison (UK) observed that, in his country, the level of unemployment
is a principal driver of army recruitment; when there are lots of jobs, en-
listment drops, and vice versa. With a 20% decline in the 17-25 age cohort
since 1970, therc will probably be some continuing problems in getting cood
people., As in other countries, British tabulations shown that the higher
quality people are less likely to waste out of the service oice they are
enlisted. A possibly unique feature in the British Army is maintenance of
long~term, famous, and regionally-based military units. These differ con-
siderably in their wastage; only about 20% waste out of the 3cottish regi-
ments, whereas in the "ilouschold" (London-area) units, about 50% wastage
is observed. Jellison reported that in Britain, the pay issie was not
crucial to reenlistment. Aiken contrasted this conclusion with US econo-
metric results, which showed relative pay levels as extremely important
determinants of enlisted military commitment. As both parti:ipants noted,
in such cases of contrary findings, the same analytical methods should be
applied to data from both countries. Statistical methods for "hoiding
things constant” are variously applicable, and variously effactive, in <om-
plex matters like pay elasticity. This is probably another area where some
carefully planned cross-national comparisons would be worthwaile.

Frederick Fiedler's leadership model has often been explored in mili-
tary settings. Some of the earliest studies into LPC (Least Prefirred ¢o-
Worker) variables were done with the Belgian Army, many years ago. In his
paper, Jesuinos (Portugal) looked at the relationship between LPC scores
and performance in two situations where leadership behavior could be dis~
played. On the basis of Fiedler®'s original work, certain predictions were
made and then tested. 1In the cvent, high LPCs scored well in both situa-~-
tions (one task situation was judged to be favorable, the other unfavorable);
low LPCs were gooxd in the more-favorable situation only, with intermediate
LPCs being low in both task scttings. While these results do not conform
to Fiedler's predictions in detail, they make sense, and the guality of
leadership exhibited may be moderated by overall leader-member relations
obtaining in the groups. The noming of Portugquese LPC scores which took
place in these studics was a necessary step to validating this particular
model further. One set of questions raised about this study: what has been
the fate of Fiedler-inspired leadership concepts in the military organizations
of other countries; and what practical changes have come about, starting
from that particular theoretical base?
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CRIELQUE OF 11l CLASSTCAL, SELFCTION MODEL.

The classical sclection paradigm rests on the existence of well-
defined (and preferably objective) criterion measures, some cffective pre-
dictor measures, and a riqgorous plan for relating these two liinds of scores
into a practical system. The Netherlands contingent provided some disturb-
ing comments on each of these key aspects. J. van de Wetering corsidered
the problems in estimating military effectiveness at the person or unit
level, and he also tried to estimate what value could be attiiched to present
"effectiveness measures." On his analysis, the measurement problems in-
volved are intrinsically difficult, perhaps so difficult that the present
outcome measures are useless. If "objective”" indexes are available, then
those will tend to be overemphasized while more important buc less measuvr-
able aspects are ignored. At least in the Dutch Army, a nominal "effective-
ness" concept may get distorted into a vague, personalistic, and psychohygi-
enic base for personnel decisions. An example: in one Dutch Army training
center, it was found that the criteria of effectiveness being used were such
items as "keeping in the backgroud during group discussions,” "not using
too much initiative,” "not being too effective in duties," and so forth.
Success, then, was actually being defined as keeping a low visibility and
not making waves. And according to van de Wetering's analysis, the situa-
tion cannot be remedied simply by choosing harder and more definite criteria.
This is because the real objectives for an army are continuous and multivari-
ate, and can be determined only if there is a situation which the army wants
to prevent. The overall conclusion is pessimistic: given present cond:-tions,
military effectiveness measurcment is so incomplete and difficult as to be
not worthwhile. Some delegatces believed that this stance was too pessinis-~
tic; after all, you can measure certain aspects of performance (response
lags, probabilities of launching a missile or weapon success?ully, likeli-
hood of receiving a correct message, and so forth), and there can be no
doubt of the usefulness of these measures in some cases.

Harsveld (Netherlands) took the predictor side of the selection para-
digm, and discussed the "to test or not to test" issue. He proposed that
we begin with the conception of test utility, not test validity. The utility
of a personnel procedure depends on the new information that it adds to al-
ready existing information. As one illustration of possible utility, a test
battery could contribute valuable information about a country's “intellectual
reserve,” or about those people (often from the lower classes) whc have more
capacity than is indicated by their educational level. You could then dis- H
cover which members of this reserve had the best chance of lz2arning complex
technical material, or of finishing a difficult course of on2 kind or another.
Exactly this procedure is followed in wartime, However, as arsveld points
out, when educational opportunities are available to all, as in postwar Hol-
land, then people tend to achieve educational levels in direct proportion
to their capabilities; and so you can use educational data directly for pre-
dicting performance, and ignore the test scores. 1In fact, when a critical
trial was run for a putch Army sample, the information produzed by a test
battery was much less than the expected information value (i1 bits). This
was because, given the educational level, membership in test~score categories
can be predicted accurately. Harsveld's message, then: sto» testing, unless
an information-valuc analysis confirms the utility of testing. Harsveld's
formulation in terms of "bits of produced information" may be useful to
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those who are concerned with screening procedures; one can imagine a prac-
tical hits/testing-cost tradeoff for making test policy decisions.

Catlim and Barata (Portugal) presented some validity data which is
fairly consonant with the Dutch pessimism. Eighty-two pilot cadets took
an individual and group test kattery, and also appeared before a selection
jury. All scores were then correlated against a graduate/noc-graduate pilot
criterion., The jury ratings correlated significantly with the criterior,
whereas test results alone did not. Perhaps the jury was picking up nonintel -
lectual traits, which the training system utilized later for eliminating
candidates. Another Portuguese study explored the origins of enlisted spe-
cialty volunteers and of piloi training cadets. Men in both categories per-
ceived themselves to be middle class; but the pilot applicants came from
the most developed areas of the country where educational opportunities were

greater.

In his prediction studies, Aiken began with the criterion issue. He
observed that the practice of using training school grades and fitness rat~
ings as criteria can never reflect true job performance; such measures are,
at best, proxies or surrogates. To get closer to the actual job situation,
Aiken's team has started from the presumably "ultimate"” job requirements.
In one study, the job of the sonar technician was broken down into some 350
separate tasks. Human performance on a sample of these task elements could
then provide a rather direct estimate of job success. When a predictor test
battery was especially keyed to this kind of a job-sample measure, Aikea
found that better job performance could be predicted and achieved, and that
this could be done without increasing school attrition. His evidence is
encouraging enough to support a generalization: you won't qo far wrong if,
in your prediction studies, you start with the "end-behaviors" desired.
Such a policy would mean that instead of a general selection battery made
up of verbal and numerical items, more specific sets of predictors would
have to be assembled.

JOB SATISFACTION OF MILITARY PERSONNEL

At the beginning of his paper, Puzicha (West Germany) laid out four
conditions that nearly all countries now face regarding high-quality junior
military personnel: diminishing numbers of initial enlistments, decreasing
readiness for voluntary service in the conscript population, decreasing num-
bers of voluntary soldiers ready to reenlist after the first: tour, and de-
clining birth rates. (Aiken noted that, in some countries such as the US,
there are also indications that the average input quality has been lowered
in recent years.) Everybody knows that these conditions are already produc-
ing shortages; in West Germany, there is now about 16% understaffing of
junior noncommissioned officers, and in some US technical specialties such
as data systems technician, the shortage is much worse than that. Since
part of this problem can be conceptualized in "job satisfact:ion" terms, in-
vestigations have been directed toward the attitudes held by present enlisteas.

Puzicha's questionnaire results from a large West German sample
(N>1500) showed that job attitudes were discernibly different among the
three forces and also different among the categories of enlistees {(compul-
sory, voluntary for short term, voluntary for long term, and so forth).

~f-
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) For all groups and for all criteria taken together, an "affinity f£»or the
i military" is thc most powerful predictor. This variable was measured by
‘ answers to questions about thc acceptability of barracks life, uniforms,
command, and obediencc to orders—the features that are central to military
life, For "reenlistment readiness," affinity for the military was again
ranked first, but for many men the attitude of the wife/girlfriend toward
the enlistment was also stated to be of great importance. The research peo-
ple in West Germany believe that, for a majority of soldiers, affinity for
the military is low; and when this is accompanied by resistance of the female
partner, there is almost no chance of reenlistment, and essentially no hope
. of influencing that decision by giving higher pay, improved leadership, or
' anything else., But for those who do display a tolerance or a liking for
i ) military conditions, there is much that can be done. As one illustration,
"perception of superiors" is ranked as very important for loag-term enlistees,
N and for this subgroup, the provision and training of leaders that consider
1 the needs of their men could be a decisive influence. There was an informal
consensus that countries who are doing military job~satisfaction studies
should exchange data regarding the impact of interventions (planned or un-
planned!) upon perceived role satisfaction, since interventions often do
B occur for political reasons. At the moment, the effects of interventions
on attitudes remain largely speculative. Some parel-design cesults from
West Germany yvielded a result of some theoretical interest: military partici-
pation decisions are not usually as contingent upon competing value systems
as they are upon rational weighing of the alternatives and u»on perceived
- reference-group affiliations. Value adjustments, after the 2anlistment deci-
sion, are believed to serve as rationalizations for the already-committed

behavior, rather than as determinants,

L Zevulun (Israel), in perhaps the most theoretical paper of the syn~
N posium, studied military satisfaction via the Guttman psychometric approach.
Three facets (the referent group, the area of evaluation, and the type of
specification) were defined. Each facet was broken down further. The "ref-
N erent group” facet, for example, had two subreferents: the platocn commander
. {(a;), or the company commander (a;). Area of evaluation covered professional
5 (bi), interpersonal (b:), or disciplinary (bi). Type of specification was
,§% organized into genceral (c,) or specific (c2). Thus, an ai, bz, c. evalna-
'Q tion sentence might ask how you regard your platoon commander as a friend,
w and how many times you talk personally to him in a month, Sentences were i

constructed to encompass all the permutations.

Intercorrclations among the variables (reactions to sentences on a
five-point scale) were thoen compiled and analyzed into a smallest-space
analysis. The final result was the "minimum" structure that could reproduce
the interactions among the variables. This kind of structure has some ana-
lytical advantages. 1t can organize the data in a way which has some theo-
retical rationale, and which is something more than just an array of empir-
ical correlations. Previous psychometric research indicates that intellie
gence and other psychological domains can be understood via a smallest-space
structure, and that success encourages its use in an applied field like
military job satisfaction. For Zebulun's particular data set, the material
was depicted nicely in a “cylindrex" spatial representation.
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Several roenresentatives observed that morale is higher at prodictable
times in the training regime, and varies also among certain groups -aking
the same coursce or performing the same daty.  The haunting question, though,
is whother applicd psychology can do anything much about attitudes which
continue to be against an old-fashioned military life and to tend toward
a "do your own thing" concept. There were some apparent international dif-
ferences on the extent to which female-partner and family requirements affect
job satisfaction in the military, with West Germany and the US being more
aware of those features than are most other countries.

There are some continuous job-satisfaction evaluation schemes now
in operation. Most of these use the University of Michigan questionnaires
or some variant of them; and they are designed to furnish miljtary 'eaders
with reqgular information on leadership, the expressed needs of the men, and
feelings about organizational climate.

buring informal "rump sessions," it was noted that a few techniques
from industrial psychology seem not to have been applied in the military. For
iastance, though most countries have heard of it, there is yet no aitempt
to apply the human-resource accounting concept to military organization,
and to estimate the "value" of the people in a unit. Another unexploited
prssibility concerns goal-setting: 1t is known that self-establishment of
moderately difficult goals can Ix a powerful motivator, for individrals and
for small groups. But military goals are usually set from the top .lown,
and so they may not benefit from the self-setting feature.

The "job design”™ or job enrichment movement embraces several ideas
which have been effcctive in amplied scttings. It is postulated that jobs
will be enriched when the work itself is made more interesting and )ntrin-
sically challenging, when the worker is free to develop new ways of doing
things, and so forth. While an immediate response is, "you can't do that
in the military," for many jobs you might indeed undertake a job-enrichmeat
program. After all, a large fraction of military activity is essentially
industrial in nature; most troops do not engage in combat-type activities,
but perform reqular work in shops, of fices, and warehouses. At US military
bases, a few job-enrichment intorventions have been tried with civilian
workers, qenerally with some cuccess; an example is the work with keypunchers
at Long Beach Naval sShipyard. ©Of course, some people will not respond to
job enhancement efforts or to changes that make work more intrinsically
motivating; their major life meaning comes from sources outsidzs work. Again,
a need was expressed to review any job-design studies that have been done
in West European military forces.

STRESS EFFECTS

Sceveral countries are doing things in the stress-measurement area.,
West Germany studied a sample of 115 soldiecrs who attempted suicide, and
concluded that the attempt occurs as a coincidence of life strass, individual
personality resources, and social support conditions. At the 198Q meeting
at Amsterdam, JIsrael presented «n analysis of its decorated heroes from the
Yom Kippur war. At the present meeting, Pereira (Portugal) gave the findings
of a lona-term followup of Portuguese marines who had served in Angola, Guinea,
and Mozambique. From 1901 to 1974, there was often counterguerilla activity
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in those places, and many Portquesce marines pulled one or mcre 18-month
overseas duty assignments. As o psychiatrist who served overscas himself
#i.th many of the marines, Pereirn was cspecially interested in the symptoms
of those who served more than one overseas tour. Some years later, he still
ohserves in thosc¢ men symptoms of nervousness, frequent episcodes of explosive
aggressiveness, and great difficulty with new complex tasks. The clinical
picture rescmbles somewhat that which is observed in cases of "supraliminal
brain damage," and Pereira's long-duty marines have Stroop test scores which
are about half~way between those of normals and schizophrenics. An interest-
ing side observation in the original work was that, when a combat group

got news that a military operation was to take place in the rext two or

three days, the general activity level would increase; there would be more
smoking, drinking, sexual activity, and letter writing (all these could

be measured obijectively). Furthermore, Pereira kept track ot the "subjective
probability" of danger perceived by the men about the upcoming operation.
There was a very high correlation (r=.87) between subjective anticipated
danger and general activity. This anticipation may well be the "aiarm

phase"” of Selye's stress adaptation syndrome; in any case, it seems to have
the s~rong adrenal and circularory involvement that Selye described. The
repeated exposure to dangerous situations certainly has a cumulative effect.
After two or more periods of combat exposure, the long-term symptoms noted
above persist, and little can be done to reversc the clinical picture.

The "permanent"” Portuguese cases scrve as a reminder of the Nigerian
experience in the 1966-68 civil war in that country. The Nigerian govern-—
ment evacuated 6,000 psychiatric casualties and put them in camps where
they were allowed to rest without working. Ten years later, in 1978, hzlf
of the casualties were still in the camps.

In his later work, Selye distinguishes between "good stress” and "bad
stress"; in the former case, the alterinag and arousal mechanisms serve to
maintain behavior at a high level, but on intrinsically rewarding tasks.
Bad stress, though, involves those situations where the individual would,
if given the choice, leave the field. As the Portuauese follow-up shows,
when you can't leave the field, permanent damage is likely to follow. Fol-
lowing Percira's paper, therc was some informal discussion o? the possibil-
ity of measuring individual susceptibility to stress. West tiermany has
recently published a papcr reviewing the methods available, and finds all
of them unsatisfactory in some respects. There are some Scandinavian studies
of stress measurement via physiological techniques, but thes.2 have not been
used in military populations.

PROJECTIVE TESTS IN THE MILITARY

Industrial psychology has found that projective tests are seldom reli-
able or valid enough for practical use., However, there are still attempts
to use projective materials in screen-batteries and in clinical interviews,
Leaderless group discussions can be largely projective, and some of the
screening tasks mentioned earlicr are relatively unstructured, with no evi-
dent right-and-wrong answers. Denmark and Sweden have been axperimenting
for some years with a projective test called PMT (Defence Mechanism Test),
and while this instrument is not ready for public release and critique,
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Termghlen (Denmark) and Carlatodt (Sweden) cited some encouréging results
with it. Since 1975, the Danish Air Force has been taking DMT scores, in
the hope that DMT could indicate such tendencies as the ability to with-
stand stress, and a person's disposition to neurotic behavior. When the
DMT protocols were scored as c¢ither plus "+", or minus “-", it turned out
that about 85% of the persons with "+" scores passed, compared to a passing
rate of only about 35% in the "-" score group. These results were parallel
to experiences in the Swedish force, which also registered a strong decline
in accidents after using DMT for selection.

The validity data regarding DMT were surprising enough to caase several
remarks on the evaluation techniques employed. Few practical validity studies
are free from criticism, and the earlyv positive experiences with DMT certainl-
need confirmation. As in the case of the general test criticue offered
by the representatives from Holland, the ultimate question will revolve
around the unique predictive contribution made by DMT. Some queri :s were
also expressed about the defense mechanism concept itself. Though a dozen
or so defense mechanisms have been catalogued by Freud and others, there
is little solid evidence that individual preferences in formulating and
adopting these mcchanisms is predictive of interesting behavior. Perhars
at subsequent meetings, the DMT test rationale and procedures can be more
fully described, so that replication can be carried out.

UTILIZATION OF WOMEN IN NEAR-COMBAT KNVIRONMENTS

In his presentation, Resch (Canada) showed that the Canadian forces
are certainly among the world leaders in offering a wide range of military
positions to women. There are already a few Canadian females serving as
pilots; some females also may be found in sea trials aboard tenders, and
in the "hardship" posts north of the Arctic Circle. This widening band
of opportunity reflects general changes in the culture, of course; but the
Canadian forces are also doing specific projects which are exploring the
problems, and the payoffs, of getting women "closer to the action." 1In
a Canadian transportation unit close to the East German border 10% are now
women, and this fraction is being raised to some 15%, or 100 womer in a
force of 650, The Canadians have an interesting structure for explicating
the criterion problem. According to their model, the factors producing
military effectiveness can be split up into three catagories. as follows:

Task Factors Individual Factors Group Factors
Training Confidence Morale
Skill Couraqge Cohesion
Team work Stamina Leadership
Motivation Discipline Esprit
Satisfaction
Equipment .

Each one of these dozen or so variables can be measured. Thus, the adequacy
of "teamwork" can be assessed by unit records; "motivation" can be estimated
by a social climate scale; high or low skill levels show up in critical
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incident reports; morale measurement comes from interviews by a visiting
team, and so forth. There are also professional reports from peopie likz
" 4 chaplains, MPs, and social workers. The Canadians believe that their
of fectiveness-measurement Sysitom is qood cnough to point up the problems
which eventuate when women are introduced into units in large numbers, aand
. they think it is also sensitive enough to indicate corrective actions.
So far, according to Resch, the experience is quite positive, and there
is nothing to suggest that the trend toward broad female participation will
1 not continue, Among the documents Resch presented was the Field Social
Climate Scale, which is used to estimate such attributes as peer cohesion,
Officer/NCO support, and clarity in Canadian units. Cross-national studies
with this instrument might be very appropriate, since services in all coua-
' tries are concerned with these variables.

CONCLUDING REMARKS

1
’ Applied military psychology is clearly vigorous in the dozen or so
-2 ~ountries who sent delegates to this meeting. Considerable across--nation
' variance can be seen in the methods applied to specific problem areas, as
= we saw in the mathematics—ability issue; but workers in all countries seem
- to read much of the same literature, and to approach most problems from
the standpoint of classical personnel psychology. Methodological and sampl-
ing problems appear in some of the work, but these limitations are often
a product of the intrinsic difficulties of doing staff studies in a "line"

military environment.

As the papers were presented and the discussion went forward, a couple
of trends were more or less discernible, at least to the author of this
summary. One of these was that staff research people in the military are
now getting out of the personnel office and closer to target behav.ors,
in the schools and on the job. Lord Nelson supposedly told tis cormmanders
: that, when in doubt about what to do, you can't go far wrong by getting

alongside the enemy and opening fire., 1In the military psychclogy :lomain,
a similar injunction seems to be emerging: you can't go far wrong by get-
ting closer to the field bchaviors., This willingness to get our hands

3;? and clipboards dirty is certainly a desirable development. In future meet-
€] ings, we can probably expect to hear more about realistic settings, and

about evaluation procedures that go beyond paper and pencil correlations
and simple counts of training success.,

A second issue is more unsettled and more technically difficult, and
it is far from clear how it will be met. I refer again to utility. The
issue is not only whether or not our procedures work, because all of them
work, at least to some degree, or we revise them until they do. 3ut when
they do work, what is the value of the personnel decisions made with their
aid? Sometimes a hint of an answer can be seen; a representative tfrom one

i of the European air forces was able to give a rough "dollar figure" for
what it cost to keep an eventually unacceptable cadet in pilot training
for some months. In this case, we might expect that the cost of false-
positive misclassification could be estimated directly. But the cost-
benefit analysis of many of our procedures is still woefully inadegquate.

A complete utility analysis would require costs and benefit values for all
four cells in a prediction table (positive and negative "hits," false |
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¥ positiven, false negativeds)e Moybe several papers in the F982 mee! ing
J could flook at utilities in the military personnel domain,  With people
~osts constituting half or more of the military budget in some couutrics,

the payoff potential for estimating utility, and for increasing it, is it~
: self a high-utility prospect.

Judging from the papers discussed at this meeting, there are very
few occasions wherein recent advances in cognitive psychology are being
used in the military organizations of Western Europe. The same could be
said of such areas as decision aiding, instructional technology, and simu-
lation; not a single mention was made of criterion-referenced or adaptive
testing, of Bayesian probability~processing schemes, or of the newer kinds
of task analysis. There are various reasons for this apparent state of .
affairs: the pressure on military personnel research groups for immediate
applicability, persistent funding limitations for expensive computer-aided

P YN

4
4 devices, conservatism of the training establishment, and so ¢n. Neverthe-
}‘{' less, it might be a good idea for somebody to collect the ideas from these

: "hot" areas of psychology, and to provide a review of those that might have

.é fairly immediate military potential in Western Europe. ‘
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